I. INTRODUCTION
Development of technology and information that occurs very quickly requires individuals who have the creativity and high productivity. In this case, technological developments and knowledge requires individuals who are able to adapt to the change. Therefore most organizations play an important role in preparing qualified human resources are educational institutions, like universities should be able to provide a quality education process and are able to create quality human resources as well. It requires not only the lecturers, researchers, but also the operational part of the university (Cortese, 2013) , among others, human resources. The existence of human resource support through the work, talent, creativity, encouragement, and a real role. Without the human element in the higher education or university, the university may not be able to move and headed desired.
Work motivation is an populer topic in work and organizational science. It is broadly defined as "a set of energetic forces that originates both within as well as beyond an individual"s being, to initiate work-related behavior, and to determine its form, direction, intensity and duration (Trembley, Blanchard, Taylor, Pelletier, & Villeneuve, 2009 ). Work motivation, can be further distinguished between intrinsic motivation (i.e., doing an activity for its own sake because one finds the activity inherently interesting and satisfying) and extrinsic motivation (i.e., doing an activity for an instrumental reason) (Ryan & Deci, 2000) (Trembley, Blanchard, Taylor, Pelletier, & Villeneuve, 2009 ). Although creativity research has relied on intrinsic motivation theory to explain creativity (Amabile, 1983 ) (Amabile T. , 1997) (Oldham & Cummings, 1996) (George & Zhou, 2007) , it is rarely empirically assessed in applied settings (Dewett, 2007) (Shalley & Giilson, 2004) (Tierney, Farmer, & Graen, 1999) , with few exceptions being (Shin & Zhou, 2003) (Dewett, 2007) (Zhang & Bartol, 2010) . Extrinsic motivation leads to satisfaction of employee needs indirectly through monetary compensation and has been found to be significant predictor of performance of R&D professionals (Manolopoulos, 2006) .
One of the important topic about works motivation is what factor impact to work motivation. And the answer of this come from some research e.g. Rawung (2012) on her research finding that leadership has significant impact to work motivation in administration employee on university organization. Other researcher has similar finding as this research: in military organization (Wagimo & Ancok, 2005) ; in university organization (Ariyani, 2011) ; in hospitality organization/industry (Prasastono, 2012) ; in public service organization (Widyanto & Sutarno, 2011) . The results of all research find that leadership has positively significant impact to work motivation.
Associated with the administrative aspect, effectiveness of working arrangement relating to administrative services system in university is largely determined by the high quality employee. Thus in terms of the administrative work services in university, the important of administration employees who has high productivity and high motivation must be number one priority (Rawung, 2012) . This research will add to both the motivation and the leadership literatures. Motivation is typically believed to be influenced by a combination of individual and contextual factors. Leadership can be a powerful contextual factor (Harrell, 2008) . This study makes important contributions to leadership, work motivation, public or civic organization, higher education organization literatures. This study purpose examine link between leadership in state university to work motivation from administration employees.
II. FUNDAMENTAL THEORIES

Leadership
Former views about leadership illustrate that it is seen as a personal capability. However, base on opinion of Messick and Kramer (Messick & Kramer, 2004) that the degree to which individuals" exhibits leadership depends on the characteristics and personal abilities, characteristics of the location and environment in which he finds himself. Furthermore, Messick and Kramer (Messick & Kramer, 2004 ) explained that since human beings could become members of an organization in order to achieve certain personal objectives, the extent to which they are active members depends on how they are convinced that their membership will enable them to achieve their predetermined objectives. Therefore an individual will support an organization if he believes that through it, his personal objectives and goals could be met, if not the person"s interest in the organization will decline.
Leithwood et al (Leithwood, Jantzi, & Seinbach, 1999) contend that there is no agreed definition of the concept of leadership. Yukl (Yukl, 2002) adds that "the definition of leadership is arbitrary and very subjective. Some definitions are more useful than others, but there is no "correct" definition." Cuban (Cuban, 1998) says that "there are more than 350 definitions of leadership but no clear and unequivocal understanding as to what distinguishes leaders from non-leaders".
Work Motivation
According to Watkiss (Watkiss, 2004) , motivation is the way to drive person into doing something. Much of the driven are the thought of a potential reward, or a consequence of not doing something. Motivation is the forces the people do something: this is a result of the individual needs being satisfied (or met) so that individual has the inspiration to complete the task. Motivation refersto the initiation, direction, intensity and persistence of human behaviour. Based on the definition of Watkiss (Watkiss, 2004) , it can be concluded that the motivation is the idea and initiative to encourage and drive the individual to do something or to performance better jobs.
At one time, employees were considered just another input into the production of goods and services. What perhaps changed this way of thinking about employees was research, referred to as the Hawthorne Studies, conducted by Elton Mayo from 1924 to 1932 (Dickson, 1973) . This study found employees are not motivated solely by money and employee behavior is linked to their attitudes (Dickson, 1973) . The Hawthorne Studies began the human relations approach to management, whereby the needs and motivation of employees become the primary focus of managers (Bedeian, 1993) .
Understanding what motivated employees and how they were motivated was the focus of many researchers following the publication of the Hawthorne Study results (Terpstra, 1979) . Five major approaches that have led to our understanding of motivation are Maslow's need-hierarchy theory, Herzberg's two-factor theory, Vroom's expectancy theory, Adams' equity theory, and Skinner's reinforcement theory.
According to Maslow, employees have five levels of needs (Maslow, 1943) : physiological, safety, social, ego, and self-actualizing. Maslow argued that lower level needs had to be satisfied before the next higher level need would motivate employees. Herzberg's work categorized motivation into two factors: motivators and hygienes (Herzberg, Mausner, & Snyderman, 1959) . Motivator or intrinsic factors, such as achievement and recognition, produce job satisfaction. Hygiene or extrinsic factors, such as pay and job security, produce job dissatisfaction.
Vroom's theory is based on the belief that employee effort will lead to performance and performance will lead to rewards (Vroom, 1964) . Rewards may be either positive or negative. The more positive the reward the more likely the employee will be highly motivated. Conversely, the more negative the reward the less likely the employee will be motivated.
Adams' theory states that employees strive for equity between themselves and other workers. Equity is achieved when the ratio of employee outcomes over inputs is equal to other employee outcomes over inputs (Adams, 1965 ).
Skinner's theory simply states those employees' behaviors that lead to positive outcomes will be repeated and behaviors that lead to negative outcomes will not be repeated (Skinner, 1953) . Managers should positively reinforce employee behaviors that lead to positive outcomes. Managers should negatively reinforce employee behavior that leads to negative outcomes.
Many contemporary authors have also defined the concept of motivation. Motivation has been defined as: the psychological process that gives behavior purpose and direction (Kreitner, 1995) ; a predisposition to behave in a purposive manner to achieve specific, unmet needs (Buford, Bedeian, & Lindner, 1995) ; an internal drive to satisfy an unsatisfied need (Higgnis, 1994) ; and the will to achieve (Bedeian, 1993) . For this paper, motivation is operationally defined as the inner force that drives individuals to accomplish personal and organizational goals.
Motivation concerns energy, direction, persistence and equifinality -all aspects of activation and intention and has been a central and perennial issue in the field of psychology, for it is at the core of biological, cognitive, and social regulation (Ryan & Deci, 2000) . Given today"s economy, a motivated workforce represents both a competitive advantage and a critical strategic asset in any work environment (Trembley, Blanchard, Taylor, Pelletier, & Villeneuve, 2009). Organizational researchers see employee motivation as a fundamental building block in the development of effective theories.
Relation Between Leadership and Motivation
At the most basic level, leadership theories propose that leaders can have a powerful impact on individual, group, and organizational outcomes. Further, follower motivation is thought to be a primary mechanism through which leaders exert their influence. Thus it follows that if leaders wish to improve outcomes, they should enhance the motivation of their followers (Harrell, 2008) .
Work motivation or motive of work is a reflection of personal attitudes and of attitudes towards group work and collaboration. Such as attitudes to every employee, motivation is also to some extent influenced by the factors of the leaders part, especially by the leaders wisdom (Rawung, 2012) . Motivation to work is a major influenced by employee itself, make high achiever employees. In the results discusing leadership issues, especially in relation to work motivation, it can not be forgotten issue of leadership styles. There are four styles of leadership, e.g (Rawung, 2012) : (i) where the exploitive authoritative style is very autocratic managers, has less trust to his subordinates, like exploiting subordinates, and paternalistic act, (ii) a good autocratic style (benevolentauthoritative), where the leaders or managers that are included in this system has a hidden belief, trust in subordinates, (iii) a consultative style manager, where managers give little confidence in subordinates usually the case when he needs information, ideas or opinions of subordinates, and still want to control the decisions he made, and (iv) participatory group style (participative group), where the manager has perfect confidence against subordinates. In each issue always count on to get ideas and opinions are from subordinates and subordinates intends to using the opinion constructively (Rawung, 2012) . Based on research conducted several experts associated with work motivation, which essentially says that the model-oriented leadership to subordinates / employees will result in increased motivation to employee work . So it can be stated that the onset of the motive or motivation, a key condition for the achievement of organization. Based theoretical concepts above, it can be expected there is a positive leadership indirectly influence the work motivation (Rawung, 
Hypotesis
This presentation result then being consider as hypothesis, which is: Leadership were positively affected on work motivation of university administration employees.
Research Model
Based on the discussion about theory and hypothesis development that has been described previously, one research model can be seen in Figure below. 
III. RESEARCH METHODS
Method
The researches was conducted in Manado State University Minahasa Regency North Sulawesi Province of Indonesia. According to data gained from Manado State University, amount of students are 15,768, 919 lectures, and academic administration staffs/employees 487 (UNIMA, 2013).
This explanatory research is a kind of research that try to explain relationship among variables through hypothesis test. This method enables research findings to be generalized across persons, settings, and time (Cooper & Schindler, 2010) . Unit of analysis in this research is administration staff of Manado State University.
Population is the entire group of people, events or things of interest that the researcher wishes to investigate (Sekaran & Bougie, 2010) . According to Sekaran and Bougie (2009) sample is a subset of a population that comprises some members selected from it. Research population is Manado State University academic administration staff, and sample of this research is using purposive sampling with criteria: bachelor
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degree, 5 years experience, total 184 populations and the sample are 55 respondents taken from 30% of population. Data collection techniques use: (a) Questionaire, it become main instrument in this research that address to respondent; (b) Interview, is a technic to collect data with direct interview to respondent; (c) Documentation is a technic to learn exist company document that related with reasearch problem. The data being analyzed using regression analysis with t test and F test for the hypothesis test. Questionnaire apply on this research adopted from previous research used for research carry out by Rawung (2012) . However, the questionnaire had undergo a slight some modification.
Operational Definition
Leadership in conceptual defined as the ability to influence others to understand and agree with what was done by others judgment/subordinates regarding emotional control, problem-solving skills, ability to communicate and how the ability to motivate others/subordinates (Rawung, 2012) , and the operational definition is the assessment of the activities of employees influence others to understand and agree with what was done by other people's judgments/subordinate, the indicators e.g (Djaali & Mulyono, 2008) : (1) Work Motivation. conceptual definition of this term is the overall driving force within the individual that raises the work or activities, which describe the behavior towards work, intensity/work effort, persistance to achieve purpose, and the operational definition is every employee perception to all individual power to move inside the employee that measureing someone work motivation responding by administration staff in Manado State University organization (Rawung, 2012) . Measuring this definition using 5 point Likert scale with 27 questions.
Validity and Reliability Test
The reliability of a measure is established by testing for both consistency and stability. Consistency indicates how well the items measuring a concept hang together as a set,Cronbach"s alpha is a reliability coefficient that indicates how well the items in a set are positively correlated to one another ( 
IV. Results
Research Object Description
Data collection for respondent profile from 55 respondents, all had bachelor degree, minimal experience in Manado State University 5 years or more. Majority of respondents are: female, age 31-40 years old, speciality in Economy Management, and Social Administration, year experiences 5 to 10 years.
Instruments Validity and Reliability Testing
After conducting face and content validity, the next step is convergent validity test to reinforce legality of research instrument. This convergent analysis being perform in order to obtain question item which can fulfill the requirement of good question item that accumulate into one variable (Hair et al., 2010) . The validity and realibility of research instrument especially the questionnaire instrument tested and the result that the validity and reliability of this instrument for questionnaire capable for field research to the respondents.
Hypotesis Testing
Hypotesis testing in this research showed in the Hypotesis testing in Table 4 .1. below. In the hypothesis, can be said according to the hypotesis leadership had a significant effect on work motivation. It can been seen in α below 0,05 or below 5%. That indicate that hypotesis one accepted or relationship between leadership and work motivation is significant in this research, especially leadership to work motivation in education administration employee higher education organization in Manado State University Tondano North Sulawesi, Indonesia.
V. Result Discussion
The test results shows that the effect of leadership on work motivation, and the relationship significant and positive. It can be concluded that leadership has effecting to work motivation. Meaning, the leadership in Manado State University especially give motivation work to employee who works in that organization. This because of the most basic level, leadership propose that leaders can have a powerful impact on individual, group, and organizational outcomes. Further, follower motivation is thought to be a primary mechanism through which leaders exert their influence. Thus it follows that if leaders wish to improve outcomes, they should enhance the motivation of their followers.
These result are consistent with research conducted by some research and author in many different organizations (Rawung, 2012 Rawung (2012) work motivation or motive of work is a reflection of personal attitudes and of attitudes towards group work and collaboration. Such as attitudes to every employee, motivation is also to some extent influenced by the factors of the leaders part, especially by the leaders wisdom. Motivation to work is a major influenced by employee itself, make high achiever employees. In the results discusing leadership issues, especially in relation to work motivation, it can not be forgotten issue of leadership styles: (i) where the exploitive authoritative style is very autocratic managers, has less trust to his subordinates, like exploiting subordinates, and paternalistic act, (ii) a good autocratic style (benevolentauthoritative), where the leaders or managers that are included in this system has a hidden belief, trust in subordinates, (iii) a consultative style manager, where managers give little confidence in subordinates usually the case when he needs information, ideas or opinions of subordinates, and still want to control the decisions he made, and (iv) participatory group style (participative group), where the manager has perfect confidence against subordinates. In each issue always count on to get ideas and opinions are from subordinates and subordinates intends to using the opinion constructively. Based on research conducted several experts associated with work motivation, which essentially says that the model-oriented leadership to subordinates / employees will result in increased motivation to employee work . So it can be stated that the onset of the motive or motivation, a key condition for the achievement of organization. Based theoretical concepts above, it can be expected there is a positive leadership indirectly influence the work motivation.
VI. CONCLUSION AND RECOMMENDATIONS
Conclusion
Leadership affectcs employee work motivation. That is, leadership to work motivation in higher education employee especially in Manado State University Tondano, North Sulawesi Indonesia. Leadership is useful to motivate employee work in the organization especially in higher education or university organization. However different leaders has different style so to motivate work is very subjective to each leader. Some leaders lead by "iron hand" style but some leader lead by transformational style especially to motivate.
Recommendations
Based on finding, leadership could become important factor to motivate employee in organization especially in higher education organization. Because higher education is public service organization and usually related to students and lecturs or professors, so leaders in this organization must become agent of change and agent of services for this organization thus motivate the employee of this organizations must one of many priority to be taken of the leaders in this organization kind.
Manado State University especially from the top leaders like head of university, head of faculty, head of the departement program and head of bireaucrat must focus their attention to motivate employee especially administration employee to get higher employee performance also higher organizational performance especially higher education or university performance.
